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HEMDRANDUM FOR: Deputy Director of Central Intelligence 

F. W. M, Jamey “es 

Director of Persomel - 

SUBJECT : Allocation of Supergrade Ceiling Allowances to 
the Career Services ae 


+ 


FROM 


‘1. Action Requested: Approval of recommendation. 


_ 2. Background: The Career Services have recently been instructed 
to prepate promotion plans under the new suidelines of the uniform 
‘Promotion system. One major cause of uncertainty in their plaming is 
the requirement to establish supergrade promoticn targets without an 
advance determination of what their supergrade ceiling allavances are 
or Will be. a 

_ ‘The-Heads of Career Service know the total mxber of established 
supergrade positions they have and on a monthly basis are inforred by. 
OP ox their portion of these positions that are “fillable” as a2 ratio 
of the Agency’s authorized supergrade ceiling as approved by OMB--which 
is fever than the nimber of adjudicated supergrade positions on the 
tables of organization. as 


' Under current Agency policy, however, the Career Services are not 
formally allocated a portion of the Agency's supersrade ceiling - 
allowances. Supergrade promotions are approved by the Director and 
are controlled in the context of the Agency at-large ceiling. 


ine Career Services, however, are now required to plan for 
specific numbers of supergrade promotions within their fiscal year 
promotion plan, but have no basis to anticipate how many promotions 
they com expect to be approved. This introduces uncertainty into the 


Successor progression associated with the flow of supergrade promotions, 
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“to their own Career Servics. 
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3. Staf€ Position: There are alternative means of establishing 
the basis or starting point for tne allocation of supergrade ceiling 
allowances to the Career Services. 


(a) The first alternative would be based on the current 
position "accounting” methodology and involves the principl> o£ 


providing each Career Service an equal percentage of the musber of | 
bles of organization. 


"Ei 1Tabla" supergrade positions on its own tab 
Tha percentage would be determined by the rates of supergrade ceiling 
in tha Agency to the amrent mmber of supersrade positions currently 


- Under this mecbod the total mumber of established supergrade 
positions would not be reduced ani the mmber of "fillable" supergrade 
positions would be automatically adjusted as new supergrade positions 
were added or positions were eliminated or reduced below supergrade | 


level. | 
The Heads of Career Service could estsblish the relative 
priorities as to which of their superzrade positions would be 
This alternative 


_ Gncumbered by supergrades at any point in thre. 
‘would provide the Heads of Career Service with om allowance for which 
wid establish their annial supergrade 


they would be accountapla; they co 
incurbency and prorotion targets, amd could develop their promction 
recommendations to the UCI within the limits of the headroom available 


(b) The second option invol 
strength. It would establish the sunergrade allewance in each Career 
Service proporticnate to total strength. This approach would depart: . 
froa the hierarchical, substantive and programmatic basis on which 
corrent established supergrade positicns have acd, should have been 
classified and justified. It would result in serious reductions of 
allowances in the DCI area, the DDO) and NEAC with increases in the 
DRA and DOSSET. : 


(c} A third opticn wuld 
modest DCL reserve” of supergrade all 
for futures contingency requiracents wi 
allowances allocated to the five Career 
nethodology outlined in optica {a) (i.e, 
properly classified and established super: 


involve the establishment of a 
owances to permit CCT allocations 
th the resaining supercrace 
Sarvices on the basis of the 
without eliminating any 

je positians). 
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(d) A fourth option would involve the establishment of a 
ICI "reserve of supergrade allowances and distribution of the 
reraining allowances to the five Career Services on the basis of 
option {a} metnedology. Once allocations are sade kmown, the mmber 
of supergrade positions on the tables of organization would be reduced 
to the approved supergrade ceiling. These excess positions (which | 
would be retained at the srade GS-15 level) would be identified by the 

jon by the D As 


Heads of Career Service and approved for reduction by the DCT. 
the Heads of Career Service could transfer 


relative priorities changed, 
supergrade status among positions previously adjudicated at the 
supergrade level or to new positions. In no casa, however, carld the 


‘number of established supergrade positions exceed the Career Service 


allocation. 
. Both (b) and (d)} approaches, while simlifying accounting, 
would present a potential problem in deferxiing externally the Agency's 
authorized supergrade ceiling. Historically, the Agency has had a 
strong argument in previous issues with GiB in defending our superprade 
ceiling by being able to show that the actual maper of classified 
Supergrade positions representative of orsanizatimal and programmatic 
requirements exceeded the lower nuther of supersrade ceiling allotted 
by CMB to the Agency. 

{e) The tabla sae displays the suvergrades air 
according to current positions and cn-duty strength and the allocations 
which would result Ercan alternatives (a), (b), (c}, and (dj. | 


(£) ‘The alternatives (a) and (c) above would provide a 
basis for supergrade allocations to the Directorates and would adhere 
to the current Agency policy of retaining all positions classified at 
the supergrade level on the tables of organization but limiting 


encumencies to the GB approved supervrade ceiling. Both options (2} 
aid (b}, however, would result in a distursement of the total Agency 


supergrade ceiling to the five Career Services. Cottons (c} and (d} 
would institute a partial disbursement of the Agency supercrade 
celling to the Career Services but would offer the advantage of a nm- 
distributed portion of the supergrade celling held in a ''reserve’ for 
use by the LCL in meeting new requirements or other contingencies 
without forcing redistribution of the Career Services allowances. 

: Option (b}, based upon a simple statistical relatimship tos 
the size of the Career Service would result in a disbursement of 
supergrade Celling totally disproportionate to requirements for 
coverage. 
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4. Recommendations: 
(a) It is recommended that the proposals contained in 
option (c) be adopted. 
- (b) That the DCI promulgate a supergrade position ceiling 
allocation in advance of each fiscal year, making adjustments as may 


be required after budget reviews and endeavoring to maintain such 
continuity in supergrade allocation as would supeort promotion plaming 


within the Career Services. — 
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| F. W. M. Janney - 2h 
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